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Whether management is a profession or a discipline (Squires, 2001 : Storey, 1989 )? Coaldrake and Stedman (1999) opines that "despite frequent use of the term academic profession, academic work is organized and governed in ways that do not reflect what other groups might understand by the term profession "Complexity in organizations often sends chill down the spine of many role holders heterogeneous customer needs; differing cultural values; a plethora of stakeholders with different claims (investors, customers, employees, regulators etc.): various political, economic and legal environments; and finally, competitors" differing strategies (IMD, 2007) . Managing these complexities matters; managers have a herculean task in managing these heterogeneities; the question often asked is "do they?" or do they just indulge in appeasement process.
Drucker"s classic work of the 20 th century, Management: Tasks, responsibilities, Practices, emphatically states, "In this century, society has become a society of organizations. Every major task in this society is being performed in and through large, managed institutions. As a result, the great majority of people in developed countries work as employees. They work as members of managed institutions and within a managerial structure and organization (Drucker, 1973) ." Again it is a truism that all management frameworks must fit the environment, mission, people, core competencies, and technologies in which they are implemented. If it does not make sense, it is not right for managing people (Service, 2010) . And as we have heard before, "If it does not fit" -"you must quit" yourself of the theory (Service and Arnott, 2006)! "Is this all managing?"
STUDIES IN MANAGEMENT Some Hopes
Studies in management, one in the mid twentieth century and two other in the first decade of the twentyfirst century speak about certain positive aspects of management. Fayol (1949) , recognized, principles of management that can be used to enhance organizational performance. Fayol further said "principles are flexible and capable of adaptation to every need; it is a matter of knowing how to make use of them, which is difficult art requiring intelligence, experience, decision and proportion" (1949, p.19) . Bloom and Van Reneen (2007) , two economists who studied manufacturing firms in US, UK, France and Germany, found that the firm"s financial performance was a function of the degree to which they followed "well established management practices" be it in the area of operations, performance management, and talent management. Kramer (2008, p. 26) provides a different flavor concludes (that management) "is a strange mixture of alchemy, romantic idealism and reason."
Harold Koontz (1961) argues in his work, The Management Theory Jungle, that confusion (prevails) among intelligent managers arising from the wide differences among management experts in the field of management. Two decades later Harold Koontz (1980) reiterates in a subsequent work, The Management Theory Jungle Revisited, on a revisit to the jungle (of management), the jungle becomes more dense and impenetrable. To explore and exploit the management jungle the managers are exposed to need-based training and development inputs to provide the vital skills and competencies. Many companies have put their managers through sensitivity training, often referred by opponents of such initiative as "psychological striptease" only to find that the managers had learned much about feelings but little how to manage (Koontz, 1980) . The capacity of the managers for formulating and solving complex problems is very small compared with the size of the problems whose solution is required for objectively behavior in the real world as per Simon (1957) . The problem of disassociation of espoused theory and the theory of use for the individual manager as described by Argyris and Schön (1978) : when someone is asked how he would behave under certain circumstances, the answer he usually gives his espoused theory of action, to which he gives his allegiance and which, upon request he communicates to others. The theory that actually governs his actions in his theory -in -use, which may or may not be compatible with the exposed theory; furthermore, the individual may or may not be aware of the incompatibility.
Pessimism
Chronologically, there have been a number of studies in management which have set alarm bells and a mood of pessimism. Hamel (2008) argues that the modern study of management is stagnant and out of date. Khurana (2008) argues that attempts to create science of management have failed. However, Hofstede (1999) claims that, "Management in the 21 st Century will not be basically different from the management in the 20 th Century, but we can expect a breakthrough in the development of theories of management which will become more adapted to national culture value systems in different parts of the world." Again, Hofstede presents multiple facets; he says popular literature suggests that management processes change over time one should follow latest trends management processes are universal and can be applied across the world. And thereafter he presents; "I defend the opposite viewpoint: Management processes basically have changed little over time. They differ less from period to period than from part of the world to part of the world, and even from country to country (Hofstede, 1999) . There are negative trends as many managers in the 21 st Century view organizational missions, visions and values with skepticism (Hemmingway and Maclagan, 2004) . Again these managers who have made people redundant too often experience it. They see redundancy as nothing more than the consequence of senior management"s self -interest, and they either withdraw from the process and sulk or claim that the choice of whom to make redundant may as well be left to some arbitrary process such as drawing lots (Sanghi, 2002) . Managers often experience a very high degree of stress, often resulting in burnout when there is a persistent imbalance of demands over resources (Aiken et al, 2001; Bakker and Demerouti, 2007) . It needs to be appreciated that when demands increase more service recipients with more intense requirements -resources fail to keep pace. There are insufficient, personnel, equipment, supplies, or space to meet the demand (Aiken et al, 2002) . When managers fail, it costs time and resources to recruit, select, and train new ones; also hidden costs associated with managerial hubris and golden parachutes, lost social and intellectual capital, missed business objectives, decline in employee health and destroyed employee morale (Hogan et al, 2009 Common management practices in areas like performance appraisals, teamwork, diversity etc. along with experiences of managers indicate that practices and theory are not in agreement with each other. The practice of management is characterized by its ambiguity … that leaves the managers mostly with the messy stuff -the intractable problems, the complicated connections. And that is what makes the practice of management so fundamentally "soft" and why labels such as experience, intuition, judgment, and wisdom are commonly used for it (Mintzberg, 2004) . Many of the "chicken managers" take refuge in idiosyncratic terms like "teamwork" to hide poor performers or the diversity function is mostly window dressing (Service, 2010) . Again these very managers are not very good. Half are below average, and average is relatively poor (Service, 2010) . Court rulings come every day that can get managers into hot water; sexual harassment, ethics, values, leadership development; psychological disorders such as disabilities, illegal discharge, employment of illegals, and employee piracy are huge (Smith and Mazin, 2004 ) Sadly people, including managers, are looking for the magic bullet, the key, the secrets, the pill, the luck break (Lobb, Dizik, and Porter, 2009 ). Success is not a matter of mastering theory, but rather of understanding and embracing common sense variables with uncommon levels of discipline (Lencioni, 2002) . When you are dealing with people, an ounce of fact outweighs a pound of theory (Tobin, 2003) . Management is common sense and truly it is not common amongst people (managers). Ayan Rand"s 1957 Atlas Shrugged, a work of fiction, makes humanist points that can be applied to many managerial situations involving common sense and not performing difficult tasks in a quality manner. One of the characters therein says: "You see people …, people do not want to think. And deeper they get into trouble, the less they want to think. But by some sort of instinct, they feel that they ought to and it makes them feel guilty. So they"ll bless and follow anyone who gives them a justification for not thinking (Rand, 1957) . Clearly the lazy among us (people -managers [italics]) {most of us -"people -managers' for that matter} want permission not to think but to blindly follow theories and pronouncements (Dorner, 1996) .
Again, the study of business as definable theories and discipline began in the discipline of economic theory. The three basic assumptions that guide economic theory are: 1) markets are free: 2) people"s action are rational; 3) participants have perfect and equal information (Friedman, 2005b; Gladewell, 2008; and Levitt and Dubner, 2005) . If one were to examine do these assumptions hold true; the response would be that there are exceptions to these basic rules of economics. It is being seen that -markets are not totally free anywhere in the world, human never act absolutely rationally, and no one has complete and perfect information. The ideas of economists and political philosophers, both when they are right and when they are wrong, are more powerful than is commonly understood (Keynes, 1936: 383) . © 2011 The Clute Institute Epistemology of practice of management will reflect a concern for principles of contextualism (Mahoney & Sanchez, 2004) . Contextualism requires that there is a context -dependent gap between universal management theory and concepts useful in a specific context (i.e. useful to a specific manager, at a specific time on a specific issue [Barnes, Christensen, & Hansen, 1994, p.47] ). Management theory building must necessarily include factors that are responsible for observed patterns in specific management contexts (Burgelman, 1983 ; Leonard-Barton, 1995; Mintzberg, 1973; Penrose, 1959) . This central importance of context is emphasized by Hicks (1976) . Since it is a changing world that we are studying, a theory that illuminates the right things now may illumine the wrong things another time. This may happen because of changes in the world (the things neglected may have grown relative to the things considered) or because of changes in the source of information (the sort of facts that are readily accessible to us may have changed) or because of changes in ourselves (the thing in which we are most interested may have changed) (Hicks, 1976, p.208 ).
There are urgent needs expressed, for example to evaluate Human Resource Management processes in terms of organizational impact (Huselid, 1995; Schuler, 1998) clearly the perception by HR professionals as the need to evaluate is very welcome, given the sequence of unevaluated management fads, latest fads, regardless of theory or evidence. These stereotypes have received support from academicians practiced in organizations over the last two decades (Neil Anderson, et al, 2001 ). An organization or manager may get quick returns, if he takes shortcuts, climbs over others" shoulders or puts down his competition -but in the long run of professional life, he is inevitably left behind (Khwuja, 2010) . The manager has choices to make.
Every management text (Hamel & Prahalad, 1994) recounts the litany of changes in the business environment that profoundly affect organizations and the people who work within them. Globalization, competition, deregulation and technological change combine to make organizational survival more dependent upon the skills and motivation of employees (Cascio, 1995 Theories can become self-fulfilling when institutional designs and organizational arrangements-structures reward systems, measurement practices, selection processes reflect the explicit or implicit theories of their designers, in the process of transforming "image into realities" (Miller, 1999 (Miller, : 1053 Frank, 1988) by changing material organizational conditions and practices. Schwartz (1997:22) noted that Skinnerian views about reinforcement (Skinner, 1953 ) might be true not because of some essential characteristics of human nature but because "the more these institutions (human work places-offices, schools, mental hospitals) were structured in keeping with Skinner"s theory, the more true the theory would look not, the more true the theory would be." Managing people through contingent reinforcement could, over time, "change people"s motives to engage in the task and the manner in which tasks are performed" (Schwartz, 1997: 22) in ways consistent with principles of reinforcement. Bentz (1967 Bentz ( , 1985a Bentz ( , 1985b Bentz ( , 1990 ) studied causes of managerial failure for about three decades; Bentz (1985a) noted that a certain section of managers in the retail industry who were uniformly bright and socially skilled failed because of the following reasons: (1) lacked business skills, (2) were unable to deal with complexity, (3) were reactive and tactical, (4) were unable to delegate, (5) were unable to build a team, (6) were unable to maintain relationships with a network of contacts, (7) let emotions cloud their judgment, and (8) were seen as having "overriding personality defect." The reference to personality defect in fact lies in the definition of leadership "ability to build as well as maintain a team that can tackle competition" (Hogan, 2007, pp. 34 -35) . In another study of both men and women managers, conducted by Morrison, White, and VenVelsor (1987) Finkelstein (2003) has observed seven habits of spectacularly unsuccessful people ("managers") (p. 238): (1) They overestimate their strength and underestimate the strength of the competition [ a la Managerial "hubris"], (2) They put personal interests ahead of company"s interests, (3) They are arrogant and make reckless decisions, (4) They eliminate anyone who challenge their decisions, (5) They ignore operations while trying to manage the company"s image, (6) They minimize difficult obstacles and don"t plan accordingly, and (7) They rely on outdated strategies and tactics. Certain other studies have established that managerial failure is often not on account of strategy and tactics, but more so on account of poor execution (Bossidy & Charan, 2002; Charan & Colvin, 1999) . Charan proceeds to define poor execution as "not getting things done, being indecisive, not delivering on commitments. 
FAILURE STUDIES

Failures: Panacea
Recent past has witnessed scores of corporate failures all over the world. The subprime crisis in the United States of America has shaken the economic fundamentals of many a developed and developing countries across the globe. The crisis has set in motion recession and depression of a kind worse than what was experienced in 1930s ["when America sneezed on account of economic crisis then the World caught pneumonia"] during the Great Depression Era. Misguided corporate objectives, lack of integrity and righteousness of the management and other statutory bodies of corporate organizations have played a major role in the corporate and economic debacles. In such a socio -economic -politico milieu, it is time to do soul searching and look for a more sustainable approach to management. Management professionals need to be trained to become responsible corporate citizens who through their profession will play a constructive role in societal development by ensuring the welfare of all the organizational stakeholders in the process of organizational decision making. "What is the panacea for financial and other such organizational problems in the world?" There are no readymade, instant, everlasting solutions. (Bhaskar, 2009 ). Collapse of giant corporates is not only a source of great confusion but also a matter of major concern. We have learnt to our dismay that legal requirements, institutional checks and balances, and corporate governance systems are no longer able to avert, control or mitigate the undesirable outcomes while shareholders and employees continue to be major casualties. The matter does not rest there. It is indeed the body of all stakeholders -promoters, corporate board members, shareholders, suppliers, financial institutions, employees and customers who have to go through agonizing experiences in different ways and with differing intensities. At a deeper level, the societal consciousness itself is deeply scarred though it may not always be properly perceived as such. One does not have to work too hard to realize that in one way or the other the root of the problem lies in unscrupulous, myopic and mistakenly self-centered behavior of persons holding important positions. Most corporate debacles can be understood this way with very few exceptions (Pandit, 2009) . It is often reported that a few covetous and unprincipled people are behind such corporate debacles Enron, World Telecom, Leman Brothers, Satyam InfoTech of India etc. (Rao, 2009 ). Was the U. S. Subprime incident a "Black Swan," an unforeseeable event? In fact many analysts gave early warnings about US housing bubble burst and a number of firms positioned themselves to profit from the risk. Robert Schiller: "There was a failure to communicate and a failure to put all this information together and act on it in a systematic way." Source: portfolio. Thain clearly believes that his predecessor emphasized the wrong Goldman virtues. Sure, Goldman engages in high stake bets, but it is organized in a way that places maximum emphasis on risk management. O"Neal left out that part. So Thain"s Goldmanizing of Merrill has a different flavor: He is removing the silos of the past, dismantling hierarchies and cliques that kept departments isolated from one another. His revamping of the compensation system is also the Goldman way, a sharp departure from O"Neal"s "everyman for himself" pay structure. Source: portfolio.com, The Taming of Merrill Lynch by Gary Weiss, May 2008.
SCANDALS & DILEMMAS
Massive financial scandals and issues of corporate governance have garnered so much attention over a period of time. A reorientation of management as a subject matter, rather than just "managing the show" should obviously permit senior managers [role holders] to harness the innate talent to provide critical, analytic thought and analysis on the role of the corporation and the place of management and other organizations in the society. It is reiterated that Corporations fulfill needs of shareholder as well as other people (Basu, 1999; Senge, 2000; Kelly, 2001; Mitchell, 2001; Handy, 2002; Emiliani, 2003a , Tsurumi, 2005 . However, in many writings, based on mindcapturing assumptions, the entire case is presented as an "either -or -proposition" (Friedman, 1970a; Jensen and Meckling, 1976; Jensen, 2000) . Managers have misread and misjudged the logic; addendum it has created tentativeness, uncertainty and confusion in the business captains and stakeholders as well (Allen, 1992 Tsurumi, 2005) . This creates a conflictdifferent motives and accompanying behaviors between company owners and managers; there being no resolution (Jensen and Meckling, 1976; Jensen, 2000) . Thus we have a situation where social consequences as well as social dimensions of businesses are ignored. Managements must be more interested in developing, promulgating and enforcing ethical standards of conduct "Repurposing". Managers tend to have a run -of -the -mill approach; for instance, managerial response to competition is to copy their competitors. Again managers build their "ivory tower" organizations by gathering information from others that have succeeded in benchmarking; they also palm -of the information to other organizations claiming that the information as theirs. Resting on the historical relics of other organizations does not constitute an effective management strategy.
Practices
In practice of management one can see a combination of science, arts and crafts; it is possible to teach the science of management to willing participants; however it is more difficult to inculcate and absorb the arts or crafts related sound judgment, creative inspiration as well as entrepreneurial innovation (Holian, 2004) . Middle level managers in particular start experiencing plateauing in their managerial performance, (mid-career blues!), more so on account of personal qualities and/ or personal preferences; assessment of the same could be done by MyersBriggs Type Indicator (MBTI) (Briggs - Myers and Myers, 1990; Myers and McCaulley, 1990) or even (Belbin"s) team roles; these assessments may be correlated with the choice of these personnel to take up managerial position, along with the perceived as well as the actual performance in their roles.
It is observed in organizations that strategic and tactical errors are common in business and typically repetitive in nature (Emiliani, 2006) ; the causes being … faulty internal communication, incorrect theories or assumptions about business, and incorrect application of new methodologies such as six -sigma (Finkelstein, 2003; Ferraro et al, 2005; Ghoshal, 2005; Tsurumi, 2005; White, 2005) . Managers continue to perpetuate the same errors although they may move from one organization to another; this results in colossal personal and business expense. In a typical; problem solving process managers are found to be wanting in problem recognition, identification of the root cause(s) and taking preventive interventions to stall the recurrence; their plight can be perceived in "current state value stream maps" (Rother and Shook, 1999; Emiliani and Stec, 2004) . Again managers are seen prepared to handle symptoms rather than curative aspects thus resulting in wastage of valuable resources; thus in a typical cause -and -effect dynamic managers are seen focusing on the effect aspect. Thus if senior role holders in an organization do not think that the study of the root cause is important than the role holders down the line would care about it. In fact the tools like "5 Whys" (Ohno, 1988) , "cause -and -effect" OR "fishbone" should help in root cause analysis. Alas, being in an activity trap managers do not have time for the same. The top leadership too do not want to hold the bull by the horns; they prefer to hide errors and blame other people for the same (Emiliani, 2006) . This entails into organizational politics to obfuscate (Argyris, 1990 ) -instead of providing value based products and services to the customers. We often see subprime management more often than not. We come across leaders ("managers") who don"t know how to manage in the most important positions (Drucker, 2001 ; Wren and Bedeian, 2009).
'UNHOLY' EXITS
Good people leave organizations because: 1) They see no link between pay and performance. 2) They do not perceive growth or advancement opportunities. 3) They do not see their work as important; or their contributions are not recognized. 4) They do not get to use their talents. 5). They have unclear or unrealistic expectations. 6) They will no longer tolerate abusive managers or toxic environments (Service and Lockamy, 2008); a la "shape -up" or "ship -out". A number of studies have shown that most managers are not very good, half are below average, and the average is relatively poor. The social fabric in many work places mandatorily requires people to be away from their homes on office chores. People spend more time at work (Schur, 1991) most of the waking time is sucked into work related processes, with no personal or private time triggering off a lot of psycho -somatic ailments; work, incidentally, becomes an important source of social identity, who one works with and, more importantly, the nature of those social relations in the work place loom, ever important. Mirvis (1997: 198) has noted, "lacking continuity and connection in so many other settings, many naturally look at the organization as a communal canter." The writing on the wall is ever clear to the people characterized by "fear, pressure and impermance" (Mirvis, 1997: 198) . Many people continue working in those unsecure places where there are deep psychological scars. Cerner Corporation, an health care development company with Neil Paterson as its CEO is a startling pointer in this direction. He sent email to the employees that they weren"t working hard enough (evidenced by empty parking lots during early mornings, late evenings as well as week -ends). He threatened to enforce punitive measures like layoffs, denial of customary benefits as well as other pecuniary as well as non -pecuniary denials if they don"t shape up (Wong, 2001) ; pat also came the deadline: Just two calendar weeks, tick -tock (Wong, 2001 ). This is just one case, there are many companies that manage through duress, fear and stress (Pfeffer and Sulton, 2000) . It is generally known that some "committed executives" to curry favor for the "big boss" show their faces on weekends decked in colorful t-shirts and flamboyant jeans; only to disappear when the boss leaves the office. Then there are waves of downsizing (Cappelli, 1999) to bolster the organization; however the question is whether it really benefits the organization? The organization studied showed that those with lower reputations went for downsizing (Ahmadjian and Robinson, 2001) , and there were no benefits as such. What is seen is an increased turnover, more people working as temporaries or contractors (Pfeffer and Baron, 1988) , under the alibi that organizations must concentrate in the areas of their core competencies. There are also frequent changes taking place in the ownership "top management' , which in turn has reduced the commitment (and loyalty) of the people and have also made them © 2011 The Clute Institute reactive and angrier to the erratic changes (Pfeffer, 2001 ). These managers have been treated unfairly (Folger, 1993) , triggering a negative approach (Adams, 1965; Pillutla & Murnighan, 1996) , experience anger as an emotion (Averill, 1982; Frijda, 1986) ; they are seen to have a perception of injustice, inequity, and dissatisfaction (Fitness, 2000) , which is often explicitly expressed. Anger is seen as a signal indicating that deeply held societal or human values are being violated (Goldman, Slaughter, Schmit, Wiley, Brooks, 2008). There is thus a continuing flux in the management world and as the Chinese Proverb goes: níng wéi tàipíng quăn, bù zuò luànshì rén [It is better to be a dog in a peaceful time than be a man in a chaotic period]. The embodiment as a human being though superior amongst the 840, 000 species in the creation does not guarantee a peaceful passage in organizations and in management. It is reiterated that there is no dearth of qualified and experienced managers, scientists, technologists or even administrators; yet there are not available to manage the show of business. How long will the human beings wait?
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